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Designed for ose by priae sponsots^ state aanpover% 
service councils, and ethers interested in car^x planning 
iaforaaticn, this technical assistance galde provides inforaation 
abcmt career decision aaking and the delivery cf career inforaation 
vithin the context of eaployaent and training prograas. The gnide 
raises issues and considerations tc be addressed by prograa planners 
and cperatcra in lapleaenting prograas. Ba jor topics covered in the 
galde iaclede (1) the iaportance of career choice, (2) criteria for 
career choice and career inforaation, (3J deteraination of 
oaxeer/cccepational inforaation needs, (4) range of inforaation types 
end forsats, f5) choice of inforaation storage and retrieval aetbods, 
(6> probleas and innovations in storing and asing inforaation, (7) 
evalwticB and selection of career inforaation aaterial, (8) 
^ evalaation and selection cf career inforaation systea, (9) 
iapleaentaticn/organixation of a systea, and (10) location of 
assistance soarces. Specific criteria for evaloating career 
iaforaation and the systeas vhicb deliver inforaation are provided. 
(IBI) 
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^ " . ■ PBBFACE 

^In FT 1979 1 the ftgplQyBent and Training Administration spent close 
toihO mlllldh on labor market information, the Bureau of Labor* Statistics, 
s«raral million dollars more, and the latlpoal OcctJ^tlooal Information 
Coordinating CcMmlttee (lOlCC), Jointly ^imded by DQL and H^, ^supported 
lipother $10 million of actlyltles. Under CEZA, approzlmately^$10 million 
vtn^ to state-^de programs of l&bor market informattcm including fareer 
coimselihg and infoxmation. Millions more are Bpeaat annually at the lotel . 
lerel on the provision of career guidance, counseling and informat^km 
services under CEIA programsi Career inTormation and related activities 
are authorised throu^iout CEZA and coa[plenentary education legislation ' 
smch as the Career Education Incentive Act, the Vocational Education 
and the Elcmentmry and Secondary EdiKsation Act. Tt\e dollars associated^ 
with these' lavs have created a metvork of commmity and* school based 
career information delivery systems. . ' 



A nation-vide^-si^ey of CETA-LEA agreementb under the Youth Employment 
and Trainisjft Program (YE3T), conductei-^diiring the vlu€er of 1978-79 fcmnd 
that counselingrand the provision of labor market information verp^^ammg 
the transition s^nriees off in at least 80Jf x>f all programs. The 
survey found thatSrtKsye served^ lU and 15 year old youths-werev of f ered 
primarily counseling services. 

lumerouB information systems, guidance and counseling programs and 
materials have been developed and marketed by the Federal g^^nment and 
a myriad of private ccnmerclal enterprises. Qntf of the most sig^ilf leant 
of such qrateii Imvestments has be^ the BTA^ ftmded Batiooal Career InfonSih 
tion System progr a m which is part of NOICC*s overall Occupational Itaforma- 
tjU^n System ^md soon viU be ext^ded to additional states under lfOICC*s^^ 
leadership. \ ^ 

Research in this area is spiarse although there 1$ some evidence that 
those vlth more knowledge about the world of work do better in labor 
market terms, at least in the jhort run. ^ In addition, even thqiagh coo^on 
sense would dictate that individuals can make better decisions with 
Increased knowledge, there is no coiftfpsus among experts m to whether ^ 
youth um formal sources of Information in. making decisi^is regarding 
employvieit^ training and education and if they do, what kln^ of .in^rmation ^. 
they want and can use. Under the auspices of HOICC we arev^trylng .xo get 
answers to some af these questions. One study uslbg control anlls experimental 
groups is underway to test the iittpact of a comprehensive <career In/orinSaftion 
and^world of wOf k orientation prokram on high school youth. The impact of 
simjUar pr o gr am s, providing^ broader - rangrof transition services is \ 
also belfaii evaluated in sepiarate demonstrat^bn projecl^s • ^ 
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H Mojrb U^rtaotlj^ the^Iatlonal Instltufe of Education, again under . 
the auspices of VOXCC has "cdnmlssioned a naticoal survey of hot .and what 
kinds of career izifornatiox^ youth are getting vlth^ the public secondary 
school system. The ^varlot^ oethods of transmitting 'such Information vllX 
be cate^rlsed into, distinijuishable- career i^iformation delivery systems 
vfaich will then be assessed cm a comparative basis as to their iitiliza- 
"^ion, cost, attractiveness, and a'(>ility to deliver varitms types of 
InforpatioD. ^ ' * . 

• ' * ' ' ^ ^ 

Despite' the major dd^Llar coomiitmeqt in this field, and the numerous . 
program authorities under lAlch programs operate, counselolrs, teachers 



and others working directly with T-butJi generally imfan^liar with what 
career information sources are available* They do not know how to effec- 
tively use the Informatira that is available, nor do they understand ^ 
other limitations of these information sources or the goteiftial benefits 
individual nab^ may experience by systemmatic Acposure to the 

informatioi^ \ 

/ CETA' participants and all youth|pake*^ecisions continu&lly that will 
afljfcct their future lives. Their entry into- employment; *the choices they 
fa<re regarding education and training, and their need to learn more about 
themselves, do not stop i^le researchers decide on the best way to« 
f«u?ilitate these processes?^ Just as youth don't operaete wjHh perfect 
knowledge in making career decisions, program opera^^s a^d policymakers* 
are forced to respond tp programmatic needs on a dailiy-tiasls and t^v^sake 
decisions based on. best Judgments and the limitations of resouro^s avail- 
aWe. ^ > ^ . '* ' . 

The purpose of this; technical assistance guide is to provide you 
with a sen^^cof wl^t we do know about ceireer decisionmaking and the 
delivery of career ^info^mation within the context of employment and training 
programs as well as^to raise issu^ and considerations that should be. 
addressed by program plmners andtoperators in Implemeittlng sucl> programs 
wlthlnr their communities. It is not a definitive document but rather an 
entry exposure to mt^ of the consic^eratlons in*' selecting and utilizing^ ^ • . 

career infoniatlon, particularly ter youth. / ) 
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I sisnus OP cAiiBR/ocxasmoHAL-inQBMmoH ' - 

FOR TCOIH ilQ) 0!XASk CEi^ 
• GUTTTKT.TWKS Hm OOWIimAflCMS FOR Cia& PRPC SPOMSOBS^ 

ISTKODD^IIOtl 

' '■■ -^-^ * 

The fttnctloa of GBTA Is to^ovide a8|(|Utance to econonlcally dlsadvan-* 

teged, onaiplqyed and wider epploy ad people In order that^th^ nay obtain 

fM hold Joba* <^If CBIA la to be^ effective long-term in aeetlng these 

8Mle» CETA ellglblaa jnat receive tralkO^ and vork experience In an ^ 

orgaiilsad and ayataaatlc aMomer conalatant; vlth th eir Intereata, eaqg^lencea 

^ toela* If CEIA eliglblea are placed. In prograaa j^lly-nlliy orln ^ 

haphaaard f aaULbn th^ are denied a beaic fundaaottal American right—the 

^ right to chooae their occupation. ObviUialy, for aany CETA ellglblea, clr- ^ 

cuMtancea allltate agalnat their exerclae of opfefai#l f reedon in phooslng an 

occupation. CKTA program i^aaouriaa are Ualted/^d oany of the diglbles 

have peraonal llaltatlona which reatrlct the artay of occupationa from which 

they can chooae* Never theleaa, they have the right £o chooae from among the 

altamativaa available. To maadmlae career choioe^ CETA participants, like 

all peoplm, need aome baaic uxkieratanding about themselvea relative to ttfe 

world of work, knowledge. bf altamativaa available, and the abllitiy to ddb 

among altamativaa. , T 



Providing people with daslatance In making cinreer choices is a compl 
taak. A key element In^provldlng good asalatance 'la good career inf ormat 
ladlvidmala milUnK^eelalona regarding ampfoyment and txainlng oppoirtunit 
nuat have baaic jcSswrket lnj?brmatlon. , Pe^le cannot effectively choose 
what they do not koowT^ Good career information ayatema can piyyvide CETA 
partlclpanta with the viti^. Information neceaaairy to exercise th^r right 
to chooae. \ ^ y ** 
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J Career Inf ormatlfin, particularly if made available throjigh a career 
/ Inf <ttmatlon ayatam,Xan be uaed By CETA "participants* directly or it can be 

uaed by CETA aUff charged with fhaiatlng4»articipant8. When the Information 
/la made available through a career inf ormat lo)^ aystem, participants can either 
uae the information, to mxflov^ ca^^eer or training altamativaa or to 8iei^ 
apael^lc information needed to make a careei;,^^^^^''^^- St^ff can us^ a career 
IntormatLMl ayatam to aaaiat^ Indivlduala withpiitlcular ne^^.*"^fChey can use 
It tohem^tiio cholcea exfOore other alterhatives , those 

with ufipatiira em>lcea decide, and thoae undecided to eiqplore and choose. A. 
career vlaformation ayatjn can alao be uaed in assisting clients select appro- 
prlata training a:^erlencea. ' \ ^ 



^Career Information, particularly a cAreer 4nf ormat4.on/8yatem, cai;i tt 
benefit GBTA Opierationa In aaveral waya: (a) it can maxilla client ^holc^^ 
within tha conflnaa ci the CETA operation; (b) it can improve th^>atchlng 0f 
cllanta^to aervlda offerlnga fSi^attiring better uae of scarce fesourcea; 

it can teduce the tliia needed l^r^ataff to provide effective career coun- 
MUttg by provldl^ thap irith nact-^atant acceaa^tqu vital information; and 
(d) data ^.tbe ayatms can be uaed conjunct^^l^^l%y^itksother Information to 
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lapxove crucial aanagenent .functions. While program llmitftions may not 
allov optimum training and placement jchoice among all the occupations possible 
for any individual client, the CBTA participants possessing information on 
Job opportunities; requirements aild beaef iti are more likely to perceive 
the rele\rance of training and vork experiences^of f ered than they would if they 
did not have the information. * * 

Authorities ' * 7 ^ - - 

Several C^A titles authorize funding ^or Career Information or Career 
Information Systems. Title I, administrative jilifovisions .of CETA, call^ for 
f Governor's coordination kod special services plan (section 105) , .which 
includes directives to, provide Career -information [(6), (7) , (8) , (11) » and 
(12)]. These include the development and implementation of career informa- 
tion activities for use, by and with disadvantaged individuals served by 
CBTA Including youth, in-school clients, the handicapped who are receiving' 
rehabilitation services, and others wfao^ use the serviced' of prime sponsors 
and^state employment security agencies. Also, the general CBTA authority and 
planning requirements for prime sponsors (section 103) , ixiclude such services 
as Job search assistance, f counseling and other services. These services may 
include career information and career infor^tion systems. 

^ Title II, Part B, Sec. 211 (1) includes reference to th^ provision of Job 
sdalrch assistance including orientation, counseling, and referral to appropriate 
employment and training services. Title III, Fart B, Sec. 315 refers ^o thej 
National Occupational Information Coordinating Cosmiittee and its responsibility^^ 
for (3) "assisting and encouraging the d^elopment of state occupational informa 
tion systems, accessible to' local^ schools, including pilot programs dn the use 
of computers to facilitate • such acce^'ai./** 

The goala of Title IV Youth P^o^rams, Subput 3^Touth B]q)lpyment and 
Training programs) are even more j^xp^ixit.^ Sec. ^ 431 reads: ' j 

0 , It is tne purpose ot^ thi^8uh|$art M^f jestabli^ed programs 
V designed to make a- signif ibaA^^ong--ter^ i^^ct on the ^ 
/structural unemgjLoyment prilbT&nB of youth, supplementary 
4. to butlsot^ replacidi^ progrms and activities available 
1^ under ^iMLe II of this ActZ to enhance the job prospects- 
and careir opportunities <^of young persona, including em- . 
ploym^t|[ community service opportunities, ^nd sti&h 
training end iiupportive services as are** necessary to enable 
participants to sedure suitable and .approprlat)^ unsubsidized 
csmployment in the public and private sectors of the economy. 
To the maximum extent feasible ,> training and emplojraient 
opportunities afforded under this subpart shall be xhter- 
related and mutuallvr^inforcing so as to achieve the 
goal of enhancing tliejob prospects and career opportu- 
\ nlties of youths served amder this subpart. 

Section 432 (a) states: "The Secretary is authbrized to provide fit&an- 
cial aasistance to enable eligible applicants tcTprovide employment opportu- 
nltlep and appropriate training and supportive |S«vl^es for eligible partici- 
pants, including — (3) appropriate ti^alning and services tq support the purpose 
of this subplot, including — 




(A) outireaelii asBessnent , u 

(B) coottselixK In^ oecivatlonal infoziBatloa and career 
(€t activities promoting e&^ 
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(D) derelolaient of infbrBation coQCernlxig the labor market, and 

provision of occtqpational, educational, and training informa- 
tion; . i ^ 

(S) services to Tfo^xth to help them ohtain and retain enqplcqrmeht ; 

(H) . Job sanpling, including vocational exploration .in the public 
^and private sector; 

ed central Intake and information seirvices for 




Job development, direct placement, and placonent assistance 
to secure unsubsidlzed employment opportunities for youth 
to the m a x iffl M m extent feasible, and referral to employability ' 
developnent programs; . ' 

(0) programs to overcome. sex-%tereotyping in Job development and 
' [ placeftient." ) ' * ^ ' 

B and D refer specifically to occupational and^ related careef* Informatic^ 
C, H« M and 6 relate dizBctly to means of enhancing the effect^enessi of 
''carter Information systems. In essence, career Information and career Infpr- 
mation^ syirtems are not *only allowable but advisable «under the Youth Trogtt 
priorities. : Moreover,^ unlike^other CETA prograzos. Youth Employment and Dembnstra 
tiCtsm Programs pezmit a portion of the funds to be spent for those vho are not\ 
^econi^mically disadvantaged. * '/ ■ 

PuiTOse of these Guidelines 

ft- • * ' ' 

^ These guidelines have been developed for use by Prime Sponsors , Stal^e 

Manpover Service Councils and others Interested in career planning informa- 

.tioo* These guidelines present basic |>ackground considerations on career 

InfoxmatiOQ and career Infoxmat ion systems. Criteria for evaluating career 

information and the systems ;tfhich deliver/the information are provi^kt* A 

careful reading of this dociment should assist interested agencies An selecting 

godd career infoi^mat ion and infonri^^EIbn^ systems. 

Career Infoanaation and Career Information Systems . ^ • 

There are significant differences betveen career information and career 
infomatloix ^stcms. Career Information is any infdrmat longdated to occu- 
* patlons or eareeirs. It can be found in any variety of media ranging from 
paqdilets through audiovisual mat^ials. On the other hand, a career Infor- 
ijpation system consists ormore than eip amalgam of « diverse informatipn on the 



world of work. A syste^ cbnslsta^of coordinated and interrelated parts. The 
best of such systems have at least three^ coiq>onents:' (a) axr^informa£ion ' com- 
ponent;- Cb) :a delivery conqionent; axxlT (c) a. user service compon^t. \ good 
system is built on good information — accurate; comprehensive and specific 
to the locale. A good system delivers* the information in a manner that 
encourages use by individuals. ' It also provides information to a vide variety 
of users. And, a good system provides training for those who will use it in ^ 
order that its use becomes integrated into the ovefall^ miss ion of the organi-" 
. zation. ' 

A career infotmatitm system should relate education, training, and other 
career information to information about specific occupations. It is. concep-v. 
tually different from "a job system" which is designed to match prospective ]t 
applicants to specific Job openings. - \ 

vniile these traditional distinctions betwecin job, occupation and career 
will be kept throughout this document, it is important to be aware that 
frequently the terms are used elsewhere interchangeably^ Therefore, it is / 
important to look at system content to determine its i^ocus. A very important 
illustration of this point pertains to the development^f the Nationa]^^ / 
Occupational Information Coordinating Committee (NOICC) and the State Ocsult- 
tional Infprmation Coordinating Committees (SOICC*s) authorized under CETA 
and Vocational Educationlegislation. The concept evolving jout of NOICC-SOICC 
is a broad-base Occui|)ational Information System (OIS) in ^ch staf«. which 
Includ^ caree^ and specific occupational as well as Job inform^ion for the 
entir^spectrum^af users, such as direct participants in the labor market, 
labor mrket intermediaries such as counselors, placement persoJ^s^ teachers, 
etc. , and planners or program administrators. 

THE IMPORTANCE OF CAREER CHOICE 

. There are a number of reasons why career choices are crucial and why 
good career information is essential to these choices. .This is particular^ 
true for young people. Their early choices frequently determine phelr life 
career patterns. . " 

Career choices are important on both a personal and a societal level. 
On a personal level career choices impact on a person]s entire life. They 
impact on where and how a person lives, wlii^t that person's non-job pursuits 
and leisure activities are, and how he or she is perceived by others. More 
importantly, car^r decisions influence self --perceptions , attitudes, 
values and beliefs. Specific choice% also have an impact on employment 
status. ¥h^ person who chooses an occupation where ^ployment is^ known 
to ^^onsisteqx and stable increases ^^the probability of having work when 
oth^^Ho nbt. - Occupational choice may also impact oif success or failure. 
Sinc^^eople differ in their capabilities, those selecting occupations which 
maximize utilization of strengths will probably experience a greater degree 
of success than those who select occupations which make M^vy demands upon 
personal Weaknesses. For young people the choice often times is difficult 
since they do not have Experiences to draw upon which help identify * their 
strengths and weaknesses. Occupational choices also frequently determine 
whether or nor people will enjoy their work. T^iere are many who t^elieve that 




:lon nust provide for particular personal and emotional jieeds. If 
not In fa^ occur / frequently jiithapplness discontent nay z'esult. ^ 

On -a societal level the llggregate phoices people make determine where 
nanpover' shortages ^od surpluses occur, ^"b^ too^mttiy people prepare for 
occupations which are cuipren^y ovfercrqw^My hyaan resources are wast^, 'Opn- 
versely, when too few pebple select occi^tion^ where there are labor shortages , 
some basic societal needs nay not be fulfilled J^Preparation for an occupation 
is expc^ive an^, for the most part, publicallj^ financed. 

In many instances CETA a^licari^tf are those who luiv^ made inappropriate 
choices. Frequently they are or weil\e unaware of oppo^twities that either 
^ exist or existed at the time when they made choices. In a work oriented y 
culture such as our own, the failure to "make it** In 'the worl<^of work \ 
usually has a profound inqwct on allv^aspects of that person's life including 
their perception ,of self -worth. 

. CAREER CHOICE & CAREER INFORMATION ' ; 

Career choices ^re not one--time events. People make choices; not a choice. 
Career development xs Integrally related to tqtal life development. This is 
true regaruless of theoretical oi^ientation. ^Fedple may believe that their 
career Is the means of enacting their self concept or that a career is selected 
to meet fel£ or unfelt needs. 

Effective career choices involve knowledge^about self, kr^ovledge about 
the world of work ^d skitle in decisionr^maklng. ' 

Ideally, for effective, career Choice a person should know:' 

(a) what s/he wants out of life; 

(b> what s/he wants out of an occupation; and 

(c) what s/lje has to offer (or is willing \o acquire) for what 
s/he wants., * *\ > ^ 

For optlji^ effectiveness a person also'^should know: \ 

^ . V 

(a) what occupations are available to fulfill what is wanted; r 

(b) what these occupations require; and^' 

(c) what these occupations offer. r ^ * 
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This knowledge of se]|!f and the world of work must be coupled with sound deci- 
sion-*making skills which enable me weighing of pros and cons and ~a£l0w for 
compromise. In addition to the above, there 1? need to know how tcr^i^lement 
the choices made; that is, how to efflpctively locate Job opportunities and 

* how to get a job once located. \ " ' ^ 

\ ' 

- , - • ■ n 

Extensive information is required to enact the process described above. 
The amount of good information .the de&is ion-maker has must thus effect the 
quality of the decision to be made.^ However, with or without good information 
people make choices. Research indicates that good information can emance 
the'^choice process, and can lead «to greater satisfaction \yitb the career 
^hoices'mades However, people cannot chopse what they do not know. 



Ol^iously^.good Informatldtf by Itsedf is not enough. It must be coui)led 
with knowledge and ^cdptancef of personai^ritagttoB and llxultatlons as well 
aa clear thinking aboat the relative merits-end significance of. the fa«s. * ^ 

Knowledge of career Infpr&tlo^ cannot be effectively applied without 
correspoi;idl4ig Icnowledge about self. Equally obvious, knowledge of \8elf can 
only be. ef f ectl>«ely a0)lled to career choice *when something about career 
Inftnnnatlon Is known 



^ 



Career Ipformatlon la partlculai;ly crucial for young people.*^ Touhg 
.people have need of sonie ^reer Information foif both "explorafory^and 
\^ decision-making purposes. Those youth remaining Iri school need Information " 
to effectively select both careers and training* In 4>reparat Ion for .those * 
careers. Potential drppouts need Information to^ assist them In becoming aware 
of the alternatives tha& rexoaln open to them.' Klaorlty and disadvantaged .youth 
In areas of high uneojployment ne\je^ career. Information to beqome of 
^ iquitlple opportunities elsewhere. The handicapped need Inforxaatlon to become 
wa^of the -full range of oppbrtim^les 'open to themt" ^ 

<^ Making career ^formation avallalile to yputh Sirough a variety of orgaxj;L- 
zatlons at a yavJLety of locales fliay Jiave a positive ihpact ;Ln their overall 
career development, mthout this information it is not likely that .the 
^career patterns of youth, particularly those in the special populations, wi\l 
differ significantly' from/those of the role models, id their locale. ' / » 

This guide does not purport or inq>ly that good caree^ Information alone 
wllf g^Vantee healthy career development or effective career decisiorf-maklng./^ 
Neitbet does It. pyrport that a good information system can substitute for 
^fectlve career counseling or guidance, Most pedpla need prof essioaal assis- • 
tance ln bqth learning ^to better understand tbiemselves and learning effective / 
decision-making skills. These are vital to sound career decision-making. / ' ^ 

These are the crucial dimensions counselors, and not machines, can provide. 

Gqod dareer guidance and coi^seling, like good career decision-making, . 
requires good^areer informatioar; The n^est DicU^^ry of Occupational 
Titles lists 2t5,000 separate tlfles. Regardlessof the number of occupations 
^ounseloxfs explore with their clients, adequalje personal knowledge of >r 
all the vital details of the3e occupations is beyond .^y one counselor's ^personal ^ 
-g^sp. Consequently, ^^^f ^adequate career counseling is to be provided, career 
In^rmation systems are needed to augment the counselor's services, ^ 



^ ^CAREER/OCCUPATIONAL INFORM^W miPLE NEED 

People hav^-different rieeds for occupational and career information. Some J 
people need much Infondation, some people track into a career goal very e^rly, r 
others have no idea what they are capable*^of doing nor how to go about exploring 
possibilities. The person not knowing what is wanted out of life need^s different 
information than the person who doeSf. Just as obviously, people have different 
needs for assistance in int^malizirig the lilformation they receive. Neverthe- 
less, many people have common information needs; 
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« p«dpl« to iMVtt tesie iBfooMtlan oat \ ' r- *-t 



/ (a) clM m^B of i«b« 9fm to tlM«i. ) ^ 

(b) «lMra Md iMN^to obtain iBfotaatloa about occupatloaa; and 
V ^^^38^ ^ tte^jSb of thair c^iblea. V . j 

iadiqataa'that fav paopla lira ^vara of tha axtAialva' rangai of occtP 

. y jpa* CO cJubo' Ukaaiaot foa kaoa aliara to oblsain cood InforMtlon or 

boa to appraiaa it* acmtmey tad aortb. Mnit aora ara aaaaara of tba aultltud< 
of faatora ab|fb aboaU ba eoaaidarad in'aaklat n occupational cboica. And» 
tm ara kaovladtoabla about good Joh aaalr<jg and gattiag. okillo. 

Tbia gonaral lack of knoaladga about TitaJTMcupatiooal Informtloo is 
trua for tba pojfblatloa ifa Anagal~tba diaadvantagad aa wall as thoaa paople 
not eoaing fros diaadrantagall backgrouada^ or auffarii^ froa una^ploraont. 
Ihia la aapacially tna of all yootb alnca thaf hava bad littla opportunity to 
ggln aapariaaca f ro« tba world of vork. Tba CSXA applicant population la ganarally 
aeaaoaically diaadvantagadt and aaffara froa unaayloy f ant or undaraiyl oj Ba n t^ or 
ara jroutb about to angar tba labor aarkat. Tbua^ It la hlgbly un ll kaly that 
aaay applicanta » young or old» poaaaaa avan tba ^aitad knoaladga of tha 
occupi^tAal world bald by thalr aora advantagad non-CBTA countarparta. For 
adulta» tbia lack of knoaladga about altamatlvaat^opanlnga and a^>loyablllty 
akilla prob^d^ly la an laportant factor in thair failura to^ obtain adaquata 
aaployaant^ Por youths thla lack of knoaladga aay^ pravant than froa achlavlng 
abat tbay otharviaa Bi^|lt• 



Tha naada and banaflta of Inforaation for youth and adulta haa baan wall 
docuaantad. Por a«liapla» Famaa haa found that tha aactant of a paraon*a inforaation 
about tha world of work la poaftlvaly llnkad to aaaauraa of auccaaa in tha labor 
forca. Ho r aovar» a racant achool dropout atudy In Wlaconaln ravaala that a 
aajority of tha dropouta aaid thay laft adiool bacauaa thay could aaa no relation- 
ahip batwaan achool and futura work. Whila caraar Inforaation cannot In Itaalf 
aaka up for daf Icianciaa in achool prograaainCt it can raaliatlcally convoy 
world of wotit Inforaation both to young paopla aiad to achool plannara and teachera 
ao that thay can battar ralata adonatdLon to work. Conaaquantly , caraar information 
can banafit atudanta dlractly and indlviduallLjuM wall aa Indirectly. VI th adult a » 
caraar inforaation can aaalat thaa In bacoaing At^re of altarnatlvea that thay 
aigbt not otharwlaa aaa. ^ 

Vhlla youth and adulta hava Inforaation naada In coanon, their needagaoerally 
differ aa wall. Beginning during their early tecna, young people are in need of 
geaaral Inforaation regarding occupatlona for the purpoae of exploring altematlvea. 
Ihia Inforaation ahould daacrlbe the occupatlona, ahov Interrelatlonahlpa aaong 
^cupatlooa» aad detail tha training prerequlaltea foi^ entry. Thla exploration 
period ahould encoapaaa aaveral yeara^ Once young paople have coaplated the ex- 
plaratory atafa aad are at the point of aaking a definitive choice, their infor- 
aation naada parallel thoaa of adulta. At theae tlaaa, they, like adults, need 
apaclflc inforaation on all faceta of the occupatlona. 

f, 

Good caraar inforaation, particularly good career Information systesDa, can 
meat tha dlvarae and coaaon naada of both youth and adulta* However, to dp ao, 
the following kinda and typea of inforaation auatybe provided: 



Samaa^ H.S. and Kohen, A.E. Career Threaholda; A Lonaltudlnal Study of 
tha Idacatioaal and Labor Market Bxperiancea of Youna Men , 1-6 , R&D Monograph 
16^ U.S. Department of Labor» Eaployment and Training A<biinia tret ion, 1977. 



* . . • K) 

arlydoa of datiM or bului-(a*tar« of tha work). 

4 4Merl^iMi pi ■po ci^.l toolo, ovilvMat, or inatrv- 
MRts ttMd m thm iob. 

c. t4«Bt^lB«ti«i^ otl^ ocoipotlooa that b«v« •lalUr 
•mi or kap«l«4M r«ylrMwit» UklU traaof orabillty) . 
InfoKMtlM on foluM •cavMimw or job CaalliM. 




4. OpfirtnoleiM for frowtlon or caroor adVancaMot (carMr 
^ liiMwa OS l«ttle«a) . laf oiMitlott on hlrlni cteuola ^ 
(bow tba jab or oeoap*tlaa caa ba obtelnod) . 



a. ftorklac coadltiooa <a.g. , ladoora or out4oor8, work 
naafc aB4 acbad«]^V«Btd vorfclag eondltlona aoch aa 
•traaa, ^aical aa^tlDta, aafaty, ^) . laforMtloo 
on tba work MnrlrooMmt tbat la ralatad to tha occupa- 
% tloB (a.g., KlBd of av^arrlaloa or paopla In cba work 
•ituation, orgaalsatlon atrvctura, ate.) . 

2. laqulrananta of tba Occupation 

a. Paraonal raqulraMnta: fbtaraata, aptltudaa, a^fUltlaa, 
and ^alcal qualltlaa tbat can ba ralatad to charactar- 
latlca of tpm occui»atlon (a.g., raqulroaanta for lifting, 
working with datall, ability to aaa raaulta of work, ate.).' 

b. Pr^mratloD r#qulr«MOts: ^ 

1) t«iwal •ducmtioQ 

2) school sukjacts or coursM of study 

3) special trslniag or sdtieiition 

4) vork «xp«ricnc|i 

c. Othsr rMuir«Mats: 

1) licsnsing or csrtif Icatioa infonuitioD ^ 

2) InforMtion oa sssoc 1st ions or uaioos 

3) Inforastlon on OTmlnstlons that mmy ba raquirad 

4) inforsation oo spacial raqulraMnta auch as dtl- 



sanahlp, languaga» ate. 
3. Kcooomlc Infonaatlon About tha Occupation 



Tha nusbar of vorkara In tha occupation and ralatad data— 
induatry SKployMnt, gaographlc dlatrlbutlon^^alf-asploy* 
•ant, ate. 



Daacrlptlva outlook Inforvatlon, Including projactlons of 
daaand, aupply, ralatlonahlp batvaan aupply and dannd» 
aad faccora that affact outlook (tacteo logical, aconoalc, 
or d Mao graphic) . Information on aajor aourcaa of ^aupply 
<a»g«, apprantlcaahlpa, on-^a-Job trainings or apaclflc 
klnda of training). Opportunltlaa for cartaln groupa 
(^g«9 apaclal hlrlxig programs for mlnorltlaa» training 
^ program graduataa» atc*)» 

EKLC 
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d, laldi — ti oH ott flrthAf b < Mf if (yrie^tia^, Inminmca, etc.). 

idoB OB eosA to voi^lBMrs (ni^JLog fi w h o r o hl p , tools 
it, otc). 




4. > lol»f< lafonwtion Aboat tbo Oecupotiin 

"J'Iji* ^lafoBMtloo on odaeatloa mad tsalalat locAtlou.. 

^ ' ' h. iBfotMitloa oa f Iswnelal aid ani aMlotanco. 

e< lafoxMtloa oa eoodactlng a jM, ooarch. 

d. IntotmattM apoelfic to .tba^Mda of apaclal popula- 

tlona <dlliidvaat4i«d, ^ifa^lb^^, alaorltlaa add- ^ 

/ 

mnmuaim toes 4 foniftixs 4 

CftTMr laftmatlen la «t«Miv«llp aTall4ri>l« todas'lA a vmrlaty of typM 
and foraata.- Tha fottmta nag* trvmAbm prlatad pag a to audlovlaual aatariala 
auch aa *Tidao caaaattaa,^ f llaa» f iliiatripav racorda and aUdlotapaa. Tha 
'Vatloaal Vocational Oitldaaca Aaaoc^tlcm baa dmatLopad a ayataa fir claaal- 
fylat tha irarlooa typaa of occupMlonal infdmatloa. Thaaa Includa: (1) 
Caraar Pletlea; (2) Biography; Slngla Job In^matlon; 0*) Job Paally 
InfoTMitloa; (5) Joba in Spacific Bualnaaa, IndttaSry, or S^icaa; (6) 
lacniltMBt Lltaratora; (7) Oriantat^lon — ^Uorld vbA^grll; (8) Spacial Graupa; 
(9) Blbll^raplqr; (10) Diractory; (U) Plnanclal iCaalataaca; and .(12) Otbar 
TypM. taeh of thaaa typaa la brlaf ly daatrlbnd balow. 

Caraar flctloo . An occupational daacrlptlon portrayad through charac- 
tar a In a abort atory or noral. 

• 'Biography a Caraar Infomatlon praaantad via biographical aatarlala 
conalata of tha raal Ufa account of a paraon aa ha or aha -praparaa for 
and advancaa in a ai^lflc caraar. 

^ Sli^a Job tnfotmtlon . Conalata of infomatlon covaring a single 
occupation. Itoually It conalata of an occupational **brlaf" of several . 
pagaa which A ptnaantad for exploratory purpoaA. 



Job Faaily Infomatlon . Conalata of infomatlon on a field of vork 
conaiating of nunaroua related occupatlona such as **classroosi science," etc. 



Jobs la. a Specific Buslneaa.> Induatry or Services , Thia consists of 
infomatlon on the occupations rapreaentad In a specific industry, business 
or sarrica. 

Btmitaent Literature , Thia conaists of infomatlon designed to 
racrtilt or attract paople to a particular field or career. 

Orlantatldn~llorld of Work . This conalata of information developed 
to aaalat paople In aaklng occupational choices. 



. 8ptci& Oroiips > This consists of Inf onstion^pscislly dssignsd fd^ 
ipscif ic groups such mm thm hsadicappsd, ditsdvantagsd ynMrnaa. 

Bil^liogrsphies > ^Consist of livings of books and; Mtsrials deallh/ 
vith carMT snd ocfiupatlmal lufotBation. 



Oifctory > Consist of lists of Institutions offering SBucstion snd 
training for occupations or careers. Y ^ 

r inenrl s l Assistance ^ These consist of sources of Infcypvitlon ott€ 1 
the provisione of financial assistance for career or occupational traixAng 
or education* ^ • 

' Other Typee of Publtttetions . Includes other diverse occupational 

•"wl a^eer inforsAtion inclu&lng such things as posters* reports, 
chartik etc. . . J f 

The greet bulk of occupational Inf onation is provided in printed form 
regardless of the MdU li^^rtiich it is presented. Sone printed naterlals y 
are^rovided on nlcrof ila a»rds, others on copputer cathodenray temlnals 
or p^S^^tWi but nc^t is pressnted In ftaaq>hlete or books. Regardless, 
wet of the prlnted>naterial8 cover the mmmm bl^lc topics vith the same 
prlJMry objectives^to describe an occupation or group of oc^^jbj^na. What 
differs Is the order In which ite^ are presented and the eap^Hs on parti- 
cular topice. Beyond the prlaary objective of descr4.ptiQn. ob^^ives 
dlttmv according to the producer. Soae develop aatnialsfor profit, others 
for public relations and still others to recruit or attract top candidates 
to the field. These secondary purposes impact on the emp^hasls of topics 
presented. 

In addition to printed materials, there is an increasing number of 
audiovlaual sources of occupational Information available. These include 
audio and videotapes, films and fllmstrlps.^ Like printed materials,, audio- 
visual information generally covers the same topics and is produced foi: the 
same basic purpoees. Access to these materials Is available through commer- 
cial vsodors as well as through publicly funded programs of career information. 



There appears to be. some evidence that it is important to have materials 
of aeveral types and formats because of the varying interests* and ability 
levela of young people. For example, audiovisual materials have been demon- 
strated to attracX more Intereet on the part of those young people with poor 
reading skills. Sl^larly. the interactive nature of computerized information 
systems vith their ctetent and search flexibility appears to stimulate use 
perticulariy durifig^tna esqploratory process. 

Specific listings of a variety of career materials can be obtained from: 

(1) State Depertments of Education, 

(2) Job Service Offices, 

(3) Vocational Rehabilitation Offices/ 

(4) National Book and Educational Material Vendors, 

(5) Profeesional Edtication Associations, both state and national, 
(e.g., American Personnel Guidance Association - AFGA; Ameri- 
can Vocational Association - AVA; National Career Education 
Association), ^ 



.16) hOtme Oslam «a4 Bwli^aii AMOClatdlUw .(•.g^^ AFL-CIO, 



JAmi wtlnd of lafoxMtioa stora^o diroctly of foots uoofo. Bow mtorllULo 
oro ototo4 dotondnoo hOfg tbqr will bo oecooood. Hotoxlalo am bo oto^ or 
filod la o onidior of wgro: *(o) olphobotically; (b) by oubjoct^ (c) by. Intoroot 
(dj by IttlMtxy; (o) by oaployor (f) according to g^gctsby; (g) by a codo 
or nuioricll oya€ihB; or (h) by any coobtnatloa of tbo abovo. 

laeh of tho abovo aatfaodd baa both atrongtha and vaaknaaaea. Tharo la an * 
aadLoai that tho aora colylicatod too ayataatA ^ba aora llkaly It will require , 
ataff to aaalat othafa In Ita oao. lat/al^pla filing ayataaa praaant other 
pcoblaaa^ Por axaaple^ an al^babetlcal ayataoi ia alaple and readll^ erp y n da M e 
h o wefoi , it does not dlloir f or the grouping of related occupatuna. Moreover, 
an alphabetical ayataa nay beceatf^naleldly once it ia expanded and require 
miaeroua anbdiviaiona vith oceQpationa|. 

Thoae deciding on developing their ovn flying ayaten or adapting one 
of the coded or noMrical ayatena ahould revlmru^^proa and )^cmM of the 
different nethoda. Theae can be found 4n an^text on the Infdraation Ser- 
vice (see blbliograpby) • , 



legardleaa of vhat filing » acceas, and retrieval syaten or syst< 
adapted or purcheoed» it ahould at laaat: (a) be eaay to uae; (b) be 
expandable; (c) be adaptable; and (d) allov for ready acceaa to related 
^^cupationa, aaployera and indtiatriea. 



an alternative to developing filing and access procedures, potential 
users should consider the feaalbility of purchaaing an exiatlng system. Host 
systSMs have a variety of built-*ln acceaa stratagiea and offer other advan- 
gea which frequently offaet higher coata. 



raOBLEHS t I1IH07ATI01IS IN STORIHC & USING INFORMATIOH 

With changea occurring In the narkatplace at an accelerating pace, an 
up-to-date picture of the world of worK la difficult to^obtalj;i« The alaoat 
daily advent of new occopationa and the ellMlnation of old onea creates 
special problsM in keeping a traditional library of books snd psaphlets on 
the occupational world current. The tlae required to develop, print and dis- 
tribute printed dbcuasnts often results In their being outdated before they 
are available for wideapread uae. Moreover, the.aheer nagnitude of Infoma- 
tion which ia pertinent to career exploration an^^boice has reached auch 
proportiona that nonal prijxtjyaig and atorage ia bHwLng less and leas 
feaalble. In addition, printed pasphleta and booka nuat be dlatributed 
widely to be coat feaaible. This neans that the Infonatlon these contain 
attat be national in acope at a tine whan auch of the aoat pertinent data 
needed by individuala ia ap4clfic to the locale. The Itbove facta coupled 
with the fact that currant ganerationa are becoming less oriented to printed ^ 
SMdia hea led to cooaiderable ef forte to provide alternative career Infoma- 
tiom deliTOry ayatame. 
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Thasft dallvcry iyatCM.attMipe to solve th^ problsns cltsd a^ove' by 
utillxlng ■odarn (acfaaologlcal Innovatlbna. Horrts, Zeraia^and Hatch claaslfy 
^haaa tacfaao]i>glcal im^tlona into tiM ^atp») (a) ^pmfatax technology; 
and (^) aultlMdla t'acfad^uaa. t'The ■uie^»ed^»4achnlqaea Include those they 
refer t(#aa "gaislxig'' jiair]fchose they rafer to as "Mechanlcai Devices." Gaain; 
. Includea tflaoiation, <;pl« 'ilay^, etc. as 
^eopWto cofMider thAi¥.%areer devdopMn. 
. - <:al^d*vicda Include* such thi^s^ aa sound fi 
readers, and needle aott systeas. Itos 
been deslgnad to pra4»te either systeutlc 
Those Interested in/ prevlcwlngr either th^ g 
devices can uauallyl obtain saapla aaterlils 
froB guidance and career education consultants 



Gaalng 

Mans prlaarlly of motivating 

explore alternatives. Mechani- 
(trip-.seriest microfilm cards 

the mechanical systems have 
loration or decision-making.* 
ig techniques or mechanical 
coamierclalXpublishers or 
th the state educational 



agency. Many state educationml agsncles produce* a microfilm* ne^le sort 
or other m e ch a n ical sysCca for distribution to ^ate schools. 

Computer technology provSBh^ the most viable technological^ alternative 
to libraries of books and pamphlets. The computer can provideTVca) almpst 
unlimited forage of information; (b) multlpiy^access strategiesX ^nd (c) 

immediate accesi to information. In addition^ computer tecMology ^ 
allovs for interactive use by clientele thus making the exploration^rocess 
potentially appealing. Computer memory banks also allow for easy moalfica- 
tion and updating.^ This holds the potential for increasing the accuri^ of 
information available to users.' 

Those agenesias which either have or might obtain funding should seriously 
consider th^ ^t^iv^liase of a mechanized or computerized system. The cost can 
be offset by the advantages sucH systems provide both staff and clientele. 
However^ sinCe systeois differ in merit as well as cost, those considering 
purchasing or adapting should closely evaluate all components of various 
systems. 



Existing career informat^rtjh systems abound junder the auspices of a 
variety of agencies both pu>2^ic and private. Commercial vendors have 
develbfied a large quantityof career information materials, some of which 
have betfT^organixed into what they call systems. Other coomerlcal vendors 
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career information systems which catalog and retrieve 
Publicly funded programs for career and occupationally re- 
tion have developed in a number of ways. Currently nine states 
d Dept. of Labor support for comprehensive career information sys- 
aame time, the Dept. of Labor has funded the development of more 
steans, some of which are kno%m as Job Match and Job Search. In 

federal funding has produced a number of incentives for 
tion., Legislation providing for CETA, YEDPA, Career Education 
Educational Information Centers, Vocational Education and 
s produced a number • of programs. 



While turfmanship and competition in the private vendor domain is to be 
expected, it is equally existent in' the public domain where various programs 
operators are only cognizant of their system. On the other hand, there are 
also many cooperative working arrangements between private and publicly funded 
programs as well as consortiums of publicly funded programs. In most instances, 
these cooperative ventures have proved to be successful and beneficial to all 
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^rtletpiiita. COM«vi«itly, murloos kinds ebopsratlve arraogaaMats ahould 
ba ax|^io;pad Safdira atbitnrliy ehooalog. alialnatliig a .caraar inf ocaatloa 
ot ayatda oa cfta baala of irfio mma It. . « 



VhUa thara la ao abvndasoca of ca^Mr Infonatioa availabXat audh' 6f 
it ia obaoli|ta» inaccurata or biaaadt Ao a a q aantly, bafova inforaation la 
^ovldad to' ttaoa^ii raqpiiriag^ lt» it should ba avaluatad both for qualit^ and 
appropriatanaaa for tha cliastala «;lth Which ±tr will ba usad. Mucb of tha 
caraar Infonatioa f^allabla has baan avaluatad by conaitkaaa ^ tha Natlooal 
▼ocatlooal Coldanca AaiMciatlon. Thaaa dowMLttaaa avaluaca tha aatarlala 
according to both typa and foznat. To aaaist thasa coaAlttaeat as wall as 
othara who aaak to pr^ra or avaluata caraar Infomatlon^ tha NVGA haa 
da^lopad Ooidalinaa for tha Braparation and Evaliiation of Xaraar Infomatloa . 
Thaaa g i i ld a lln a a aatabliah spacif ^ crltarla for producing^r evaluating the 
content » styis and fozsat of each type of Infonatlon. Potential users of 
caraar infom^ldo Should bacoaa faa^iar with ^^aaa gu^lines. 

Potential ummrm of ■atedala ahould initially pre-*screeQ and evaluate 
■atariala for thsBsalveay iMaterials thj^t pass pre-acreening should then be 
further " ch e c ked by coneylting the NVGA Bibliogrephy. of Current Career Itf oym- 
^tm^ This bibliogrephy conteina the NVGA coanittee retings of each jtype of 
inWraetlon. Thia bibliography is published every tyo years and is augn^ted 
in tha uHerin by retings published in the Vocational Guidance Quarterly > In 
reting the paterials each is classified as either: .(1) highly reconoiended; 
<2) recoaas o ded; (3) uaeful; or (4) not reco—gnded 



Criteria for evaluatina career infomation 

4 



To ii^tially screen materials potential us4|p should ask some very basic 



questions :\ 




i 
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(1) What information is presented? 

(2) Why waa it produced? 

(3) Uho produced the information? 

(4) When Waa it produced? 

(5) Where waa the data obtained? 
^ (6) How waa the infomation gathered? 

(7X Jl^g ia the information presented? 

What? Tha **what'* of production involved baaic issues regarding the 
content of the information. Career and occupational information can be used, 
for baaically two purposes-^-explotation and, dec is ion-making. Information 
materials deeigned to promote exploration need not be as detailed or as specific 
as those need e d by the person deciding on a Job or trainii^g program, Nevertheles 
both typ es should contain info3r4atioflf on each of the f6llowing topics: (a) 
the nature of the occupetion; (b) t)^ work performed; (c) the work setting;^ 



Ci): pottttlil persooAl vmrnviMi ^(e) mtrjL requlroMats; (f) advancement possi- 
bllltlM; (g) outlook for *futvure;. (h) plated occupation; (i)' licensing .or , 
membership' requiteaenta; and ^ ) ner sonfl qualifications needed for su6ces0^i« 

• ' - - ^ ' v; - ' ■ - V. 1 . - . ' . • ' ' v • , ■ 

Why? / The "why" of *producti0n*dekls With the purpose of ^he information. . 
Some informa(<bn is; developed f or fraeruitment or entfertainment^ while other' ^ 
Inf ormatioir is wricted to present Telev^nt fActs ak accurately 'as tK>ssiDle.. If 
tba ma£«t|U^d^^werteVleveloped'with evehftbe secondary purposes of public Vela- - 
tions or t«cruitment , those pre-screenpig nie information should c ^ 
further to make sure that it presents k wefl balanced and imbiased 
the occupation. » : , ^ 

Who? The^work of scholars is likely to be wre complete 
more a^ccura^e lAformation than, for example, the U.S.* Arms whl 
toward recruiting mtfi^rs. Tht production* occupational 
dtasmdixig work requi/lng specialists. Materia^ ndt 
qualifications of tHqse doUig the research sh^ld ^ 

When ? "1^^" is a ver^ important quest 
drastically change IIm marketplace and worker si 
people to outdated inf onoation could* have undesirable c 
all wterlals should Aave the date of publication giv 

is, to pamplile^^r book form is. already three years ol 

published. MatCrlala with a publication date more than tiie<^ 
be either reject^ ot crosschecked fpr changes in the 





evping 

equently, 
terii^ that 
tiine itft 

prior should 



Where? 



1 requix;^ment8. 

Where the research was done and data gath^ftred ar^ also important. 



ich So-called nAtional information is based W research' donie Only several 
metropolitan areas. Such information may be highly misleading' to xwal clien- 
tele. It is important to' make sure that if the information is claimed to be . 
national in scope that the research^ on which it was based was national. 

How was it produced ? How the inf brmation was developed, compiled and i 
collected is also important in determining its accuracy. The methods uded in 
garnering the data ^buld be provided. The materials should ba^uthenxicated 
either by recognized everts or by obviously appropriate research studnf. 

How is it presented ? Of equal importance is the way in which the material 
is presented. If the information is reading material and is to be used for 
exploratory purposes, the appropriateness of the reading level must be deter- 
mined. Research has indicated that the great bulk /of printed occupational 
information is written at readS||^lev%Ls above those of the clientele for whom 
the material is. intended. Thus,^^ least one of the reviewers should be able 
to utilize a "raading-ease" formula, to assure that the materials selected are 
appropriate to the reading level of clientele who will use it. The information 
should also be interesting in form. If it is dull and drab it is not lik^y ^ 
to be u^ed. It should also be free from sex, racial and white-collar bias? 

y 

Those wofklng %rith young people should be particularly cognizant of the 
critical natun of the who, what, where, why and how questions. Young people 
do not have the experience base from which to individually evalu^^ materials 
as they use them. Being at an impressionable point in their lives may lei^d 
many of the young users to build false expectations from biased or recruitment 



tee sending - that 





■i^terlmls.,!^ To pu:|PliraM « utAtcMmt Robert Hoppock once made, '^Beni|^g a 
^oung peraon to n^^m^ unevaluated career aaterlals is like sending 
person to a drugstorie ^to fill his or h^r-ovn prescription/* 

/ - ^ - ^ 

Thk need to evaluate nateriids' before havlp|g young people use them does 
not menpi that thiey should < be excluded * fvom the screening and evaluation pibcess. 
A panel of young peopVi from diverse backgrounds with differing interests could 
be trained in evaluation techniques. Thisv might help assure the selection 
of materials which attract use as well as pjrovide those involved with a .more 
in-*depth knowledge about the complexity qf xhe world of work. 

^Criteria for Selecting Haterlals 

Once materials are evaluated, the next 8tq> selection. The agency 
can selec.t either a diverse combination of materials or a single source 
teriais. Criteria for selection are contingent upon the goa^s, needs, ^ 
rests, & budget of the agency. Each of these should be considered in 

of the population to be served. Consequently, the following criteria fo 
iction are offered only as a general guideline. 

The materials selected sKould be: 

(a) accurate; 

(b) representative; 

(c) attractive; ^ . 

(d) keyed to the lnterest4,>ai|p^ilities of clientele; atid 

(e) cost effective. f 

Accurate The major criterion in selecting materials is accuracy, 
ftegardless of how attractive or inexpensive materials may be they should not 
be used if they are not accurate.' Unfortunately, good career information is 
not easy *to come by. Just as. unfortunately, poor career information is abun- 
dant. Much of the available career Infprmation is biased, based upon poor 
research, and outdated. Printed career information, even when bafsed upon the 
latest research, is usually at best three years old by the time it is available 
for acquisition or purchase. 

Frequently those not knowledgeable about the pitfalls of available infor- 
mation are Reluctant to purchase information systems because much career 
information is provided free of cost. Also, most free career information 
is not free from bias. Much of it is developed for recruitment or purposes 
other than providing the best information possible. 

Representative Regardless of the scope of a school's or agency's services, 
the materials selected should include representative groups of occupations. 
These should cover the most comam occupations in the world of work, current . entry 
fields, afli the fields of work in the locale and region where the agency or 
school xs located. Particular emphasis should be given to assure a balance 
betveea entry level occupations for youth as well as occupations requiring 
advanomd education or experltnceT 
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Attractive ^»p«araiictt» particularly of reading iri^tarlals^ lis an Important 
factor in encouraging uaa by clientele. Materlala that are drab» overly tech- 
nical: or . acholarly are unlikely to be; widely uaed.. Consequently » illustrations » 
covers » vritliig style» else of print and so on. should be considered when selec- 
ting aaterlals/ For youths the aa&erials should appeal to and identify with 
that age group. ^ ^ . 

Keyed to Interests ^and Abilities of Clientele If materials lite to be 
used vith youth for exploratory purposes^ it is important that information is 
included on those occupations which Interest the clientele. Including such 
materials will assist in attracting use even if the "interesting** occupations 
are not feasible foir post of the clientele. Of equal Importance in assuring 
use is the suitability^of materials to the ability levels of' the clientele. 
If they can*t read it, they are unlikely to use it. Therefore » those selecting 
materials should have a clear conc^tion of both the interests and reading ^ 
levels of clientele. 

) , : 

Cost Effective For most agencies » cost must be a consideration in 
selecting materials. However » cost alone should not be the deciding issue. A 
wealth of pamphlets and booklets can be obtained at little or no cost. Therefore » 
cost should be weighed against effectiveness. The dollar cost of a more expen- 
sive mst»ial may be' offset by savings in staff time. Likewise, the ease of 
accessing/ information from more costly materials may assure much wider use by 
cliente^. 

, EVALUATING AND SELECTING A CAREER INFORMATION SYSTEM s 

As mentioned previously, career information systems are more than an 
amalgam of diverse information on the world of work. These systems can be 
mechanized, computerized, exclusively books and pamphlets, or any combination 
of these. Regardless, systems consist of coordinated and interrelated parts. 
Good systems have at least three components: (a) Information; (b) delivery; 
& (c) user services. 

^^^Below, each of these components is briefly discussed. Additionally, infor- 
mation is presented on system' organization and on limitations of systems. Pre- 
sented with the discussion are points which those interested in selecting an in- 



formation system should c(^sider on evaluating the merits of the sy^em. 
Information Component 



Some systems deliver information in a very sophisticated manner. However, 
regardless of the sophistication of delivery, an information system is only ^ . 
as good as the information it delivers. Obsolete or misleading information 
attractively delivered may do more harm than good. Consequently, the first 
thing a potential user of a iiystem should do when considering adoption or 
purchase is evaluate the information the system delivers. In evaluating the 
information, potential ulsers should employ the same guidelines (see above) 
they would use if evaluating any career materials. When evaluating information 
in a system, potential users should take extreme care because it is much less easy 
and much more costly to change a system than a book or pamphlet. When evaluating 
the information component of any career information system it is important to 
involve the potential users in the evaluation. If youth are to be a primary 
target group, then the information component of any system should be evaluated 
by involving youth in the process. -22 * 
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A good dftllvwy conponent, whetaier computer Ixed or not, provides wire 

- than availability for use. It iiUs(.4iso attract^ usdL 'he easily operable, be 
adaptable for various uses ancl consistently dependable In operation* Llke- 
wlae the potential user peculation should be li^lved In the evaluation of the 
delivery systea. For example, if ^ lead vantage^ youth are a major audience and 
a teat run on the system shorn It to be cofipllcated or unattractive to them, an 

- alternative system should be considered. In essence then, a good delivWy ays-* 
tem Is: 

(a) accessible 

(b) attractive 

(c) user operable 

(d) adaptable 

(e) reliable* 



\ 



Accessible Accessibility refers to appropriate availability. To rate 
high on accessiblldty a system should: ^ 

(a) enable users to use It throughout the day, 

. (b) be useable and available both before and <af ter regular 
hours, 

(c) be capable of being centrally located, 

(d) nrovlde for confidential and non-conspicuous use. 

Attractive Attractiveness refers to the appeal of the system. Attractive- 
ness Is particularly important for promoting career exploration. Also, the 
attractiveness of a system greatly affects the attention span of the user. A 
system that is attractive to young persons will be much more likely to hold 
their attention for aUonger ' time. This Is especially Important when working 
with students of low motivation or interest since their attention span is often 
short and their Concentration is easily diverted. To rate high on attractive- 
ness the delivery system should: _ 

(a) be aesthetically appealing, 

(b) deliver information at a level appropriate to the 
clientele, 

(c) delivery information in an interesting style with 
visually appealing print, illustrations and charts. 

y Printing should be legible and easy to read. 

User Operable User operability refers to the ease with which the system 
can be uaed by those who have need of the information. To rate high on user 
operability, a system should: 

(a) enable users of varying abilities to have access to 
desirable information without assistance. 



EKLC 



23 



(b) Iprovl^e l^ for use which mxm m^tky illder^ 

8t«ikd«b;Llr by ii^ii of varying Abilities, ' ^ 

<c| prcriride skrtictured 4|^ess procedures nhteh prmiote * 
^ . ueers* undiptststiding of key occupational an4 labor 

■•rket infbpHition, ■ ^ r 

(d) penit the ^er to gain direck^ccess tp desired 
specific InforiMtion icLthout being reyfyed ta 
proceed thfdujgh structured access prollBliiares, . 

(e) pemit the user access to any infornatton in the 
system. ) -s 

'^J ^ * . , 

Adaptable Adaptability rcTf era to , the capability and ease with vhiclflthe 
systte can be nodif led for effective use both In a variety of locales and with 
users having different needs.' To rkte high in adaptability a s^ton should: 

• ' * 

(a) employ nore than one aedlUA to deliver desired 
infomatlon, 

(b) provide the aeans for integrating the infomatlon 
.%rith interests, values, and abilities, 

(c) penit use both for career exploration as well as 

for career decision-making, 

» 

(d) provide Interesting legible summary copies for future 
reference by users, 

(e) be expandable & have the capability of being 
easily updated, 

^(f) be capable of being tailored to local needs. 

Reliable Reliability refers to the dependability of the system* To be 
rated high In reliability a system should: . 

(a) have a demonstrable record of consistent operation, 

(b) use standard equipment widely available, , 

(c) tolerate hard use, 

(d) if an electronic system, have a backup system to be 
used during "down time" or updating, 

(e) not require extensive periods of time for modifications 
or updating, 

(f) if mechanical 'or electronic, have staff available to 
^ assist in solving the system's problems, ^ 

(g) have repair parts readily and easily available. 
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Omt MtvliiM are tlMi mipiiprt sAwrlcM provl%i to users by tJhe orfknlsa- 
^len or agtecy^hlch has developed or narkets career information in ,a ^systematic 
■amiar. User Mi^cea are yl^l for a nuiBber of reasons. First, most syste^' 
can be used In , a varlaty^f vays either directly by those needing the" Infor^i-' 
tlon Or by those having responsibility for assisting others achieve career 
Indapandence. Without training in how to use the system it^^ unlikely that 
It wlU be used to Its full capability, idditlonally, many counselors and 
staff nave not had pre-^ervice training in appropriate use of career informa- 
tion with £helr clientele. Inappropriate use by. them may ^negate much of the 
pot#ntlal benefits young people can derive from a good' information system. 
Consequently, at least some of the staff at most agcbcies or schools need 
assistance in learning hoy to use career information effectively in helping 
i^flivlduals experiencing problems. ^ 

User services staff, even of a good system, cannot be expected to pro- 
vide agency staff with in-depth training in the use of career Information. 
However, a good user services staff at a minimum should provide: 

(a) staff training in use of' the system, 

^ (b) consultation on effective ways to utilize career 

information in the organization, 

(c) orientation to^the weakhesses and limitations in 
the system as well as strengths and benefits, 

(d) orientation to the kinds and amount of information 
youth and adults can effectively absorb in work 
sessions with a career infitarmation system, 

(e) ongoing consultation and surveying of staff and users 
to determine ijiformat ion needs, 

(f) consultation with staff prior to program modifications * 
or updating, 

(g) ongoing in-service to staff as modifications and updates 
are made. 



Organization & Sponsorship 

In addition to evaluating the user services provided, those Interested 
in implementing or utilizing the service of information systems should 
examine the organization sponsoring and/or marketing the system. A fundamental 
point to consider is the purpose for which the organization is in the business 
of providing or selling career information'. 

Since it is costly to develop or adopt a career information system, par- 
ticularly if computerized, the stability or potential stability of the 
organization as well as»ongoing or projected efforts to improve the system 
and reduce costs should be examined. Questions to ask regarding the organi- 
zation Include: 

I 
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*v ^ ^j' -'^ 

Ca) How 1* or will ther organisation be structured? 

Tlie organisation ithould ia fe l u de repre^tatlves of botjb 
] ■' \ pifoducers and^ users of career Infornation. '^If it doea 

" ' ' not ^.t is laportant to find out why no t^ ^ 

(b) Where Is or will the nanageaent of the systa located? 

" If users are;to receive optlaal service as well as^^ 
iaqpact on policip, tfae jsanagcnent df the organization 
should be within the geographical region served. 

..." ^ ' .• * • . ^ 

(c) Dde^oir will the system have a nanager or director? 

The system should have a qualified director to provide 
' leadership to the systfn and lialsoh with member, organi- 

sations and other agencies. 

^ <d) How is or will the system be governed? 

The organization whould have by-laws and formal agree-* 
ments with participating agencies. ^ )^ 

(e) Does or will the sponsoring organ'ization ^enga^ in inter- 
agency 'cooperation to maximize quality and minimize cost? 

Cost can be reduced through multiple agency use. Thus, it 
is important that -the organization is making ongoing 
efforts to solicit inter-agency use and cooperation. 

(f) How is or will the sponsoring organization funded? 

Some. s:||Btetts are provided with funding through grants 
. ' during the initial periods of developmantj^ It is 
l]q>ortant to know how long outside fudnifig will be 
provided, how costs will b6 affected once funding has 
ceased, and when state and local funding arrangements 
will be developed. ^ 

(g) Ho^ long has the sponsoring organization been in exis- 
tence? Is the organization stable? If new, how likely 
is the organization to be stable? 

The length of time an organization has been in effect ' 
is some measure of its stability. It is crucial to 
determine whether or not the system has a high proba- 
bility ofv continuing before investing scarce monies 
and staff time. 

(h) Does or will the organizatiop have a broad base of 
diverse users? 

A broad base of diverse users will help assure continue- ' 
/ tion of the system^ Diverse users can more readily exert 

political pressure to continue public funded systems. 



ERIC 




im^m^ii^Lll hm comt^ Cb« mjBtmk per mtitmt pmt 
Wa«n a pntebiUty tkU vlU Itirrn^ or 



/ Coat jMpr WNor ralnoo diroe^y Dp foadlaig soarcMp the. 

afforto of tha- omnlMtioo to obtain Intar- 
eoc yar^yi ott»^ and tht^gcovth pattam of tlia 070- 
WUfi Cfp^iatai^xad oyor— ^ coat par uoar aiioold 
aa tiha aoar popolattoa grovo oalaaa su pport 
faad^fa^f la ' wltiidraaa • ' ~ 

Slaca i c oM pMtati aad ayotaM ara Inffnltaly aara capabla of delivering 
lafaraatioop a ORUL prlaa epoaeor» state educational 
p state rrtsbiHtstlon ^gsacy or state Job Serrlce office ifcorild coor 
aider tte dtove pelats la relation to the. potential *f or a eoordlnatiid 
effort snoai these ageoclae. The aodel for thla» the nine cereer Inforas-* 
tlon eyatsne earrastly fnaded by OdL, hes baen adopted by the Bstlimal Occu- 
pationel Zafowtioa CoopHnsKng nasi ft l m\ (HOICC) es the stsnderd for 
fistare ejratasa^ deasIopMnt* The cbntlnnstlon of this progrsn conc^t Is 
a asjor actlrliy of SOZCC. 

Li»ltatlona t ftmrlnns ^ ' 

Begsrdlees of how good the Infomatlon la the systsa Is relative to 
other laforastion services » no body of career ioforastlon Is co^iletely 
eccarate^^^^^^ Infenetidn Is gsnerellsed» It Is besed on eversges derived 
ftea various job sltee in various locales. Horldng eondltlons, vsges» end 
so on vary froa locals to locale^ Job to job» plsnt to plant. For exaaple, 
on the vfaole» aeereterles travel lees then' salesacn» but' In seas coapsnles 
ths coavatse asy be true. Thue» som facts ^ Inforastlon systeas ere only 
reletlve or aotaetiva facta. Other ''facts** la laforastion systeas ere not 
fecte et all» but Judgaenta or Inferences asde froa other fects. For exsaq>le, 
elaoet no reeeerch ^e been done to deteralne personality requlreaents for 
apedfle bccupetAo rtH^ Vlth currant tools such research ^ difficult et best. 
Tet orrnpefionsl Infomatlon systsas lavsrlsbly cite pertlculer pers6nellty 
trelts ee lapartsat for certeln occult ions. Systsas vhieh do not provide 
In-servlce *f or users end staff on the vesknesses es well es asrlts of the 
iafomstion coapoasnt asy f^ter Misconceptions ebout the*vorld of work end 
thne subeeqtuen|ly distort ths choldh process. 

. A f i«|e^ aabldaratlon' In araalning qreteiw Involves clelas asde by 
the eystas sio at -the systea. If the systea professes to be e cereer guidance 
syatsa» or :i#fl|pfai are aade that it cen fulfill the organisation* a total 
career devd|apa«lt reapoaslhilltias» potadtlal purchssers should be Ikaedlately 
shspt it el. 'MM^t syisteas provide good infomatlon end excellent acceaa atrate* 
gisa for tboM daelrlng to nerrow down career choices. Most systsas frs week 
whsa it eeass |Mianrin| career exploretioh^ or expanding the career aware- 
aeea of aeera*. Ifipdther ease» aore is needed then inforastlon itself. As 
steted pravicpilj^li^ career Inforaetlon is necessary but not sufficient for 
ifod eereer derlHim aeUng^ Beclsloa-aafcing also requires skills in self 
Haaeeasat sad thf daclsl o o a s king proceee. Aeeistsnce in these sapects of 
tfii elisice process csanot be effectively provided by aschines. Ths soae holds 
tiae far ^career eaplomtion. * tteff aedlatlon in uelng the ^stsa is usually 
iiaeetai$sr^ ta ass urs thst users saploy the systsa to sacplore and not preao- 
twealy iarrew tlidr diolcae. This Is sep^cielly critical when dealing with 



youth since their experience base Is ssall and their declslon-aaklng skills are^ 
untried. Staff ImrolvcMnt Is essential to avert, selection of over-sl^llf led 
decisions vs. a more cbapllcated declslonlng process » l.e.». a staff person aay 
be able tc use Inforaatlon to explain the aore coop Heated concept of a career 
lattice vs. the student Identification of a slaple career ladder. 

V : 

Examining various syvteas using the questions cited above should enable 
Interested parties to select a systas to fit their needs. However » If It Is 
determined that purchase or adaption of an existing systea does not fit the 
needs of the agency It aay be possible to organize a|id lapleaent a more. appro- 
priate systCB. Belov Is a brief presentation on soae systeas vhlch meet the 
criteria cited above as veil as soae points to consider In organizing and « 
laplcaentlng a new systea. § 

IMPLEMENTING/OBGANIZING A SYSTElf 

Since the early 197O'0» the U.S. Departaent of Labor has 'funded 
developaent of state-vide career Inforaatlon systeas In nine states — 
Alabsasy Colorado^ Hassachusetts» Michigan^ Minnesota, Ohio, Oregon, Wisconsin 
and Washington. These systeas coaplle, appraise, foraat and deliver inforaatlon 
that Is produced through the efforts of federal, state ud Aocal agencies. 
Thus, they deliver National and State and localized career Information. In 
each consortium this Information Is updated on a regular basis. 

These consortiums also are responsible for delivering the Inforaatlon 
to users through a variety of access and dlssealnatlon strategies. Access 
strategies Include structured search processes that list occupations related 
to a variety of variables. Interests, values, abilities and so on« Dls- 
sealnatlon of Inforaatlon Is provided through diverse aedla Including at least 
coaputerk and printed materials. Delivery standards include: 

(a) Independent user oper ability, 

(b) accessibility— systeas should be accesajLble throughout 
the agency's regular scheduled day, and 

(c) varied aedla must be provided. 

Cooperative pollcy-aaklng boards govern each systa. These boards 
include representatives froa producers such as the state's eflq)loyment service, 
the state's education systea, local eaployer and labor groups, and users such 
as education, aanpover training, and social service agencies. 

Each consortlua Is required to provide setVlces to agencies using the 
systea. The user services staff of each systea Is required to provide training 
and trouble shooting for each user agency. They are also required to publicize 
the systsas, negotiate contracts vlth ujser agencies and evaluate the delivery 
systas coaponents. 

t 

Agencies In states where consortlua systeas already exist should Investi- 
gate the poeslblllty of joining these systeas. Agencies, especially state 
OTA organizations and prlae sponsors, vhieh^are not located In states with a 
career Inforaatlon system,, aay be able to help establish a systea In their 
state. The first step to coaplete In preparing to organize a^sys^ea Is to 
deteralne the needs of potential user agencies and organlzatlmS^ Contacts 
slfculd be aade vlth the state eaployaent service, the state departaent of 
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•docatloa, offiCM of hitfinuc edncatloa, the State Occt^atloiial laforaatlon 
Coordlsatlag Coaadttea^ the Sj:ate JMtocational Infonatlon Ceatar, otSer Priae 
Spooaora, fnd atate aoclal. aarvlca *orgaa1 gaf tons aoch as vocational rehabill- 
tattoo. In each caae^ the heat contact ^^oraon initially ia iiaoally the head of 
the m$0tjm S/ha en sake raferancaa to othara who can provide the specific 
data needed vlth reject to int^eat In inangurating a atatevide career in- 
foraatlon conaortitat. Gaining videq>read cooperatioo/la critical since the cost 
of a aystCB for, any alngle agency aay be prohibitive^ Multiple agency use can 
Itad to a per uaer coat lover th^ that for anch leu uaefble Inforaation systeas. 

If coopeiUlLm saaas possible, a second slep Involves invAtorying existing 
resonrces. Critical resources Include existing coa^iuter and other aedia networks 
aa veil aa peraonnel already involved In either inforvation developnent or dissemi- 
nation. Inventorying rea^jircea alao holda the potential for identifying additional 
support and uaer groopa. For cawaple, exlatlpg counting centers often have equip*- 
aent vbich is under-^utiliaed. Coaputer centers- aay see providing career infoma- 
tion aa a.aeana of adding to aervlcea and thereby increasing cost efficiency. 

If developing a aystea seeas f eaaible, the next st^ Involves ac<iuirlng 
financial aaaistance. At. leaat a year of funding is needed at the onset to 
defray a(art-up cos^ as well as pxy^vide si^ort during systea establishaent in 
user sites. Once establiahed, user fees can be aasesse<r to support the systea. 
Funds* for Initial developaent of inforaation systeas are potentially available 
froa a variety of sources. Sources Include, but are not Halted to: 

Coaprehenalve Eq>loyBeat and Training Act (CETA) Funds. 

a) State and local CSTA prlaa m>onsors 

b) Special governor's set aaides and discretionary funds. 
Education Funds 

a) State and local education agencies 

b) Federal Education funds 

1) Adalnlstered through the State vocational education agency. 

2) Career Education- of f Ice — funding is available at the 
State or National level. 

3) Elsaantary, aecondary, and higher education funds 



III. The Baployaent Service 

IV. The Hational Occupational Inforaation Coordinating Coaaittee (NOICC) 
--diacretionary fuad^and apeclal grant prograa 

HOICC - Career InfoilN^tlon Syatea Incentive Grants. 

The National Occupational Inforaation Coordinating Comaittee 
«»O0ICC) haa officially adopted the Career Inforaation Systea 
of the Departaant of Labor aa the stsndard concept for 
ancouraglng the developaent and uae of occupational inforaa- 
tion for career choice and Job search purposes (the nine 
previously asationed Depertaant of Labor funded prograas) . 
In adopting ^tiim concept it ia thf Intentlon^^ NOICC to 
eontlnae to aaeourage the devel^aent of caretf" Inforaation 
ayataa conaortiuaa In all atatea through a series of Incen- 
tive granta which will be aade evailabla In ald-1979. These ^ 



«hiniiini<ft wot:' 



0f gygr— in 
fron Qm Dapart^ 



(to «^ to 



ori 



provide initial bol||« 



or odopjtlilg • coapotarisad systM 
porloneo In cd«pot«rlsad systM 
Son. Stmtm dlroetoro of tM oslstiog oyst 
A Hot of nnoo and add^ipaa^ foUova. 
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StaUh-vJdo InfocMtlon ^yataaw* Gonoortlim Dlractors 
for nitto ]IOL->fondod atatea 



t Paraon: Or* Charlao Qmvaa 
Eucotivo bir actor 
State of Alabaaa 
Occopa t lgpal Informtlon Syati 
Flrat AlahaM Bank Building 
901 Adava Avaniia 
McmtgoMry* Alabaaia 36130 
205/832-5737 



OOLOSADO 



Contact Peraon: 



Ifa* Paulina A. Pariah 

Director » Colorado Career Info* Syat« 

Univeraity of Colorado 

Villard Adalniatrapive Canter » Rb. 7 



Boulder » Colorado 
303/492-8932 



MASSACHOSBTTS 




tact Para 



raoar^Pr* T 
/ ^Direc 
^ Maaaai 



lelcl^ 



Or. 

director 

chuaetta Occupational Inforaation Syat 
69 William Street 

l/ellealey HUlt Maaaachuaetta 02181 ^ 
617/237-2942 



MICHIGAN 



Contact Paraon: 



Mr* Jba^h McGarvey 

Michigan Occupational Infornation System 
State Departaant of Education 
Box 30009 

Lanaingt Michigan 48909 
517/1^0815 



MnmSOTA 



Contact Peraon: 



Mr* Jaaea R* Spenaley 

Executive Director » Minnesota Occupational 

Inforaatlon Syatea 
Minneaota Highar Education Coordinating 

Coaadaaion 
670 jiMrican Canter Building 
160 Beat Kellogg Boulevard 
St* Paul » Minneaota 55101 
612/292-6900 



3Q 



euro 



Contact Person: Ifi. D^om|i Gornan 

Chief 1^ Career Infonation Syatei 
309 Fourth Street * 
Coliadw8» Ohio 43216 
614/466-8987 

Contact Person: Mr. Elton Chase 

c/o The Evergreen State College 
Science Laboratory Building 2 
^1254 

Olynpia, Itashington 98505 
206/866-6740 



HISCCHSn 



Contact Person: 



OEEGOtl 



Contact Peraon: 



Dr. Soger Laabert 
Executive Director 
Hisconsin Career Inforaation System 
Wisconsin Vocational Studies Center 
964 Educational Sciences Building 
1025 W. Johnson Street \ 
Ifadison, Wisconsin 53706 
608/263-2704 

Dr. Bruce McKlnlay, Director 
Career Inforaation System 
247 Hendricks HaU 
Dniveraity of Oregon 
Eugene, Orc^gon 97403 



T!Wo additional atatea developing CIS vith local resources: 



CAUFOIHIA 



Mr. 

Din 



J/OMS 

ictor 



Stubblefield 

Project EorLu 
Diablo Valley College 
Pleasant Hill, California 



94523 



NEW TOBK 

Dr. Peter Ibllo 

Office of Educational Statistics 

Board of Education 

City of New York 

110 Livingston Street 

BrooUfyn, Nev York 11201 



Hore in-d^th consultation can be obtained through the National Occupational 
Information Coordinating Committee (NOICC), the- Department of Labor Enqiloyment 
end Training Administration, or the Asioclation of Computer Based Systems of 
Career Information (ACSCI). 



The contact peraon at NOICC is: 

Mr. Bussell Flandera ^^^^^ 
Acting Director 

National Occupational Inforaatien Coordinating Committee 
Riviere building* Room 801 
400 Maryland Avenue 
Washington, D.C. 20202 

2027653-7000 ^ 



•Voir JNtfCknr IsCc 



laplojMBt & Tnttrrtnt Ateliilstratlmi 



601 l^^ttcMfc 
X ' ttuhii^on, D,>C. 20213 

Bm contact p«rMa «t AGSCI imt 

Mr. JasM Spnsley 

« Prcslilteot ^ 

AsMClatloQ for Coaputcr Based Syatc 

of CarMT InfonMtloa 
670 immrlcmn Cwtar Building 
150 E. Kallogg Boulevard 
8t. Paul, Mtimaaota 55701 
612/296-6962- 



Agaaelaa not Intaraatad In adapting or developing a cooqmterlsed career 
liiforaatloii ajfttaai but never theleaa Interested in other types of systeas or 
wtterlsls should consolt goldancJlR directors vlth state departnents of educa- 
tion. The eCste department my have already developed McchohiraT or library 
nsterlals specific to the sti,te. If not, the guidance director should be 
able to assist In locating naterlala with probable value In^ the state or 
region. These can then be further evaluated for agency uael 



One iaportaat topic not covered In any detail above deals with technl^es 
snd proceduree for using Infonation with individuals p}:esentlng particular 
capeer esploratloo or declslonp-«sklng problcas. If agsKicy staff plan to ude 
carser luf^natlott while vorfclng with individual cllAt^ they shotil4 be trained 
in it^'prl^er uat • The atate depertaant of education's vocational guidance^ 
director can provide aoie assistance as to where s%iiff -In-service training 'can 
be obtaiaed/ Other sources of assistance include ataff in guidance depart*- 
asBta of colleges and universities or local high sdiool voca)tlonal" guidance ' 
counselors. 

Asslstsnce with Infomation on entrance occupationf and occupational 
evenings in the atate can be obtained frow the state Job-Service. Each state 
Service hea specialists in occupational research and inf omAtlon development 
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